In this research, the perceptions of job insecurity and organizational citizenship behaviors of middle school teachers working in public and private schools were determined. It was revealed whether or not these perceptions differed according to school type, and if job insecurity had a significant effect on organizational citizenship behavior. Relational search model was used in the research, and job insecurity and organizational citizenship behavior scales were used to determine teachers' perceptions. Descriptive statistics, arithmetic mean, standard deviation, t-test and multiple regression analysis were used to measure relationships between variables. According to the research findings, the level of job insecurity of middle school teachers working in public and private schools was low and the level of organizational citizenship behavior was high. Teachers' perceptions of job insecurity and organizational citizenship behaviors differed according to school type. Teachers working in public schools tend to have more job insecurity, but exhibit less organizational citizenship behaviors than teachers working in private schools. In addition, according to the results of multiple regression analysis, it was found that teachers who work in private schools have a negative relationship between qualitative job insecurity perceptions and organizational citizenship behaviors. On the other hand, there was a negative correlation between quantitative job insecurity perceptions and organizational citizenship behaviors of teachers working in public schools.
INTRODUCTION
In the evolution of civilization, the structure of societies has developed as traditional society, industrial society, and information society respectively. The speed of these developments has increased at every step, and every transition and development brought about new risks and uncertainties. In other words, the number of risks and uncertainties in the information society is much more than in the traditional society. Because developments within the information society itself increase the risks and uncertainties, the risk society becomes an important issue (Yalçınkaya, & Özsoy, 2003) . The term of risk society was first described by Ulrich Beck and social change was determined within three stages: pre-modernization, classical modernization, and reflexive modernization. The reflexive modernization in which risk society occurred is discussed as two stages. The first stage is the transition period from industrial society to risk society, and the risks have been externalized at this stage. In other words, this period is when the side effects of the risks are not recognized. The second stage is the period when the risks are growing, spreading over a wide area, recognizing the side effects of the risks and starting to see society as a risk society (Soydemir, 2011) . In the risk society the terms of danger, risk and uncertainty are interwoven. While risk expresses the danger of hurting; uncertainty is described as unclarity, unpredictability and uncertainty of boundaries. The characteristics of the risks are uncertainty, unpredictability, insurability, globalization, concern for the future of danger, prevalence of side effects (Çakır, 2007) .
When the risk society is thought in terms of professional working life, the most important uncertainty for employees is whether or not they will continue their job (De Witte, 2005) . In the case of uncertainty, the person does not know whether they will continue to work and whether their position will be needed in the future (De Witte, 1999, p. 156) . This is known as job insecurity. Greenhalgh and Rosenblatt (1984) defined job insecurity as "the perceived powerlessness to maintain the desired continuity in a threatened job situation" (p. 438). As with all other occupational groups, teachers also have some concerns about their jobs, and the consequences of job insecurity must be made aware and necessary precautions taken in order to reduce the adverse effects of job insecurity.
The education system has an important role in shaping community structure and the success of the education system directly relates to how well students are educated. The most important role in this regard falls to the teachers. Behaviors and attitudes that teachers exhibit while performing their teaching profession affect student behaviors positively or negatively (Üstüner, 2006) . Organizational citizenship behavior (OCB) is known as extra-role behaviors which are the act of performing beyond the stated job requirement. Teachers who play an important role in the effectiveness of educational organizations have to perform OCB in order to ensure student growth and academic development. These behaviors are influenced by the perception of job insecurity experienced by the teachers, and these attitudes and behaviors may vary according to the type of school (private/ public) where the teachers work. Teachers in public schools are expected to experience less job insecurity, whereas teachers who are working in private schools are expected to feel more job insecurity. One of the consequences of job insecurity is the reduction in organizational citizenship behavior that teachers exhibit (McInroe, 2013; Öcel, 2009; Reisel, Probst, Chia, Maloles, & König, 2010 ).
In the current research, perceived job insecurity and organizational citizenship behaviors of middle school teachers working in public and private schools were determined and it was revealed whether or not these perceptions differed according to school type. In addition, it was revealed whether or not job insecurity had a significant and a negative effect on organizational citizenship behavior.
Job Insecurity
The perception of job insecurity seems to have gained importance since the 1980's, when neoliberal policies intensified. Even if neoliberal policies cause an increase in unemployment, allowing monetarist practices to control inflation and accelerating privatization by reducing the public spending are the prominent applications (Uçkaç, 2010) .
Different definitions of job insecurity have been made in the literature. The first definition of job insecurity was by Greenhalgh and Rosenblatt in 1984 , who defined job insecurity as "perceived powerlessness to maintain desired continuity in a threatened job situation" (1984, p. 438) . According to Heaney, Israel, and House (1994) , job insecurity is "an employee's perception of a potential threat to continuity in his or her current job" (p. 1431). Rosenblatt and Ruvio (1996) also considered job insecurity as "an overall concern about the future existence of the job" (p. 587). Another definition was made by Sverke, Hellgren, and Näswall (2002) , referring to job insecurity as the "subjectively perceived likelihood of involuntary job loss" (p. 243). According to De Witte (2005), job insecurity is "the perceived threat of job loss and the worries related to that threat" (p.1). In many definitions of job insecurity, it is emphasized that job insecurity relates to a subjective experience, anxiety about the future, involuntary nature, and powerlessness. For example, employees can perceive an objective situation, such as a decrease in orders for the company, in different ways. While some of the employees worry about the continuity of their job, some may not even worry. The first group may think that the company or the organization's future is worsening and that they are going to lose their jobs. On the other hand, the second group may think that they are going to be more comfortable due to the lack of work. In this example the situation is the same, but the perceptions greatly differ from one another.
Insecure employees are uncertain about whether they will retain or lose their current job (De Witte, 2005, p. 1) . When people face uncertainty, their ability to control events weakens and they develop a feeling of helplessness (Wichert, 2002) . For the occurrence of job insecurity, people interpret some of the events in the internal and external environment differently. It is not necessary for there to be an actual job loss in the occurrence of job insecurity. This feeling appears after one perceives job-threatening symptoms. Job insecurity concerns not only the loss of the whole job, but also insecurity over losing important aspects of the job such as career and development opportunities, valued colleagues, or valued job tasks (Ashford, Lee, & Bobko, 1989; Greenhalgh, & Rosenblatt, 1984) . Greenhalgh and Rosenblatt (1984) introduced a theory-based perspective on job insecurity, and later researchers considered job insecurity in two parts; named as qualitative and quantitative job insecurity (De Witte, 2005) . Hellgren, Sverke, and Isaksson (1999) developed a two-dimensional approach to job insecurity, naming these dimensions as quantitative and qualitative job insecurity. In the case of qualitative job insecurity, there are perceived threats to the absence of important job characteristics such as deterioration in working conditions, lack of career opportunities and reduced wage increase. On the other hand, there is a concern that people will worry about whether or not they will continue to work in quantitative job insecurity (De Witte, 2005) .
When the concept of job insecurity is thought in terms of teaching profession; there are many differences according to the structure of the institution where the teachers work, the methods used and the working environment. These situations sometimes relax teachers and sometimes make them feel job insecurity. It seems that teachers in public schools experience more job insecurity than those working in private schools. On the other hand, teachers in private schools are paid higher salaries than those in public schools (Özdemir, & Yalın, 2000) . However, after 2000 there was a rise seen in the number of unassigned teachers and consequently, the rise in the number of teachers seeking work in private schools has caused private sector wages to fall due to the increased labor supply. As a result, the sense of job insecurity can be expressed in short as "anxiety about losing a job" (De Witte, 2005) , and can be evidenced at different levels in private and public schools.
The job insecurity that teachers feel affects their behaviors. This influence may be on teachers' fulfillment of defined tasks, as well as on behaviors exhibited by teachers in other areas beyond their defined tasks. In the current study, the role of these behaviors, called organizational citizenship behaviors, are affected by job insecurity. It is expected that the influence will be different in public schools and private schools.
Organizational Citizenship Behavior
The concept of organizational citizenship behavior (OCB) was first formally articulated by Chester Barnard. Although Barnard (1938 , as cited in Harper, & College, 2015 2) did not use the name of organizational citizenship behavior in this way, he emphatically emphasized this concept as "willing to work in a cooperation in the organization." He later defined cooperation as genuine restraint of oneself, actual voluntary service for no reward and even subjection of one's own personal interests for the betterment of the organization. In other words, it seems that Barnard was the first to suggest that behaviors that go beyond the roles defined in job descriptions are necessary to enable the organization to work effectively and efficiently. Katz (1964 , as cited in Harper, & College, 2015 2) later distinguished the concept of OCB as "innovative and spontaneous behaviors" as opposed to the more obligatory role performance. The basis for the differentiation is whether or not the behaviors are found in an individual's job description, known as in-role performance versus behaviors that support the organization, but that are not detailed in an individual's job description. For example, behaviors such as teamwork with colleagues, volunteering for tasks that are not in job descriptions, assisting relative and beginners in their adaptation process, supporting other employees in their jobs, or spending more time on work than needed can be considered as organizational citizenship behaviors (as cited in Harper, & College, 2015, p. 2) .
Although extra-role behaviors were considered as from the 1930's in the management field, the concept of "citizenship" become popular after 1980. This was a time when neoliberal policies began to spread and job insecurity increased. In this period, employees began to need extra-role behaviors. However, within the framework of neoliberal policies, there is a growing perception of job insecurity and this affects employees' extra-role behaviors.
When we review the OCB definitions in the literature, it can be seen that the most accepted definition is by Organ (1988) , who stated that OCB is "voluntary individual behavior that, when aggregated across people and time, contributes to the improved performance of the organization" (p. 4). In voluntary behaviors, the individual does not receive any reward or penalty for doing or not doing certain actions as it is considered a personal preference to exhibit such behaviors (Organ, 1997) . Although there are many definitions of organizational citizenship behavior, there is consensus that organizational citizenship behaviors are mainly extra-role behaviors based on volunteerism that contribute to organizational effectiveness.
Organizational citizenship behavior has been investigated by different researchers under different dimensions. For example, Williams and Anderson (1991, pp. 601-602) addressed organizational citizenship behavior under two broad categories. The first is organizational citizenship behaviors towards the individual. These are behaviors directly beneficial to the individual and indirectly beneficial to the organization. The second is organizational citizenship behavior towards the organization, which are beneficial to the organization as a whole. In addition, Podsakoff, MacKenzie, Paine, and Bachrach (2000) determined organizational citizenship behavior in seven dimensions. These are helping behavior, sportsmanship, organizational loyalty, organizational compliance, individual initiative, civil virtue, and self-improvement. After considering these studies, it can be determined that the most agreed upon dimensions are by Organ (1988) ; which are Altruism, conscientiousness, sportsmanship, courtesy, and civil virtue.
Altruism refers to the behavior of employees within an organization to help other employees such as helping busy work colleagues (Becker, & Randall, 1994) . Teachers demonstrate the altruism dimension of organizational citizenship behavior when they help new teachers adapt to the work or school culture. These behaviors also contribute to the effectiveness of the school (Sezgin, 2005) . Altruistic acts within schools may result in making things happen more quickly and more effectively.
Conscientiousness is defined as the act of doing more than the job requires (Organ, 1988) . Behaviors of teachers such as attending their schools in a disciplined manner, using their time efficiently in school and in class activities can be assessed within this dimension (Sezgin, 2005) . Teachers' behaviors such as making home visits to students' parents to inform them about the success and general attitude of students are within the context of the conscientiousness dimension.
According to Organ (1988) , sportsmanship behavior prevents negative thoughts and behaviors such as complaints or idle gossip. Spending time on positive affairs can be considered as a sportsmanship-like behavior (Sezgin, 2005) . Despite negative reactions from the principle and/or parents, teachers apply their energy for student learning and success within this dimension.
According to Podsakoff et al. (2000) , courtesy is a behavior which includes avoiding or preventing problems, and taking precautions against potential problems. In this dimension, teachers should inform their colleagues about the problems they face and the decisions they take, share the necessary information with the school administration and notify students and parents about the school when necessary (Sezgin, 2005) . For example, informing pupils and parents about exams, meetings or activities and the taking of their ideas are assessed as courtesy behaviors.
Civic virtue represents a macro-level interest in, or commitment to the organization as a whole. This is shown by a willingness to participate actively in its governance (e.g., attending meetings, engaging in policy debates, expressing an opinion about what strategy the organization ought to follow, etc.); to monitor its environment for threats and opportunities (e.g., keep up with industry changes that might affect the organization); and to look out for its best interests (e.g., reporting fire hazards or suspicious activities, locking doors, etc.), even at great personal cost. These behaviors reflect a person's recognition of being part of a larger whole in the same way that citizens are members of a country and accept the responsibilities which that entails (Podsakoff et al., 2000, p. 525) . In this definition, the organization represents the school. Behaviors such as participation in meetings and educational events in school social activities are examples of the civic virtue behaviors (Allison, Voss, & Dryer, 2001) . Schools in which teachers who have a tendency of exhibiting organizational citizenship behaviors work were found to be more successful. Teachers working in these schools are more willing to help students and colleagues, try to adapt innovative approaches to curricula, spend more time at school, try different strategies for students to succeed, and take on personal responsibilities (DiPaola, & Hoy, 2005) . DiPaola and Hoy (2005) found that schools with teachers who have higher tendency to exhibit organizational citizenship behaviors were more productive, and that students who were taught in these schools were more successful. Teachers working in these schools are more willing to help students and colleagues, try to adapt innovative approaches, spend time on non-schooldays at school, try different strategies to ensure students are successful, and take personal responsibility.
When the studies in the literature are examined, it can be seen that even though there has been considerable research about the organizational citizenship behaviors of teachers, there has been inadequate research about their job insecurity. A number of studies have been conducted on the relationship between organizational citizenship behaviors exhibited by teachers and certain variables (e.g., school climate, leadership qualities of managers, school characteristics, demographic characteristics, etc.) (Baş, & Şentürk, 2011; Celep, Polat, Elbir, & Yapıcı, 2004; Denholm, 2002; DiPaola, & Hoy, 2005; DiPaola, & Tschannen-Moran, 2001; Garg, & Rastogi, 2006; Oguz, 2011; Polat, 2007; Ugurlu, & Demir, 2016; Ünal, & Çelik, 2013; Yılmaz, 2010; Yılmaz, Altınkurt, & Yıldırım, 2015) . On the other hand, when studies made on job insecurity are examined, some studies can be found about job insecurity and demographic characteristics, working styles, sector differences, etc. (Demir, 2010; Johnson, Bobko, & Hartenian, 1992; Özveren, 2016; Ruvio, & Rosenblatt, 1999) .
The organizational citizenship behaviors exhibited by teachers are very important for students to be well-educated and for a successful education system, and factors affecting these behaviors should be revealed. From this perspective, such research differs from previous studies; hence, the current study considers the relationship between job insecurity and organizational citizenship behavior.
Purpose of the research
The main purpose of the study is to determine the relationship between job insecurity perceptions and organizational citizenship behaviors of middle school teachers working in public and private schools in Istanbul, Turkey. The study addresses the following research questions for this purpose: a) What is the job insecurity and dimensions of job insecurity level of middle school teachers working in public and private schools? b) What is the OCB and dimensions of OCB level of middle school teachers working in public and private schools? c) Do the teachers' perceptions of job insecurity significantly differentiate according to school type (public/private) d) Do the teachers' organizational citizenship behaviors significantly differentiate according to school type (public/private)? e) Is the perceived job insecurity among teachers working in public and private schools a significant predictor of organizational citizenship behavior?
METHOD

Research Model
The relational survey model (Karasar, 1995) was applied in this study as it focuses on teachers' thoughts about job insecurity and organizational citizenship behaviors working in public and private schools.
Population and Sample of Research
The population of this study consists of teachers working in public and private middle schools in Istanbul, Turkey. The population includes 31,482 teachers working in 1,159 public schools and 7,129 teachers working in 328 private schools (Milli Eğitim Bakanlığı, 2015) . Since it would be impossible to reach the whole population and in order to generalize the obtained results, a sample of adequate size was sought. In determining the size of the sample the size of the population and sampling error were taken as a basis. The size of the sample required for a population of up to 1,000 (.5 sampling error and confidence level α= .05) is 278; up to 5,000 is 357; up to 50,000 is 381 (Balcı, 2006) . Accordingly, the public schools were represented by a sample of 610 middle school teachers for a population of 31,482 teachers, and the private schools were represented by a sample of 398 middle school teachers for a population of 7,129 teachers. It is therefore assumed that these numbers would be sufficient for the purposes of sampling.
In summary, the research was based on the opinions of 1,008 teachers randomly selected from 36 districts in Istanbul, depending on the research population. The same scales were applied to both sample groups and the identities of the participants were kept confidential.
Data Collection Tools
The Job Insecurity and the Organizational Citizenship Behavior scales were used for data collection.
The Job Insecurity scale was developed by Ashford et al. (1989 ), De Witte (1999 , and Hellgren et al. (1999) , and was used to determine the respondents' perceived job insecurity. The scale was later adapted to Turkish by Şeker (2011) . In social sciences, the Cronbach's Alpha values should be greater than .70 for reliability (Robert & Wally, 2003) . The fact that the Cronbach's Alpha values for job insecurity dimensions and job insecurity are higher than .70 indicates that this scale is reliable. The reliability coefficients of the Job Insecurity Scale for this study are given in Table 1 . As a result of the basic component analysis, it was seen that the scale items were collected in two factors. The first and second factor loads ranged from .53 to .88 with nine items. These two factors explain 60.965% of the total variance. Quantitative job insecurity consists of four items (1-4) whereas the qualitative job insecurity consists of five items (5-9). The job insecurity scale consists of nine items and is a five-point, Likert-type scale rated from 1 (strongly disagree) to 5 (strongly agree). Since the name of the scale is a negative concept the scores of the opposite scales (items 5-9) are reversed at the end of the scale. Since the expressions on the job insecurity scale can be generalized to all sectors, it was first applied to teachers in the education sector in this study.
The Organizational Citizenship Behavior Scale was developed by Podsakoff and MacKenzie (1989) , based on five dimensions of organizational citizenship behavior stated by Organ (1988) . It was then further developed by Podsakoff, MacKenzie, Moorman, and Fetter (1990) and then Moorman (1991) . It was later adapted to Turkish and educational organizations by Polat (2007) . In the study of Polat (2007) and the current study, the dimensions of altruism and courtesy were collected under the same factor and in general two dimensions were named as "benevolence." The Turkish version of the scale consists of 20 items and is a five-point, Likert-type scale rated from 1 (strongly disagree) to 5 (strongly agree). As a result of the basic components analysis, it was seen that scale factors were collected in four factors. The four factors ranged from .62 to .82 with 20 items. These four factors explain 64.216% of the total variance. The reliability coefficients of the Organizational Citizenship Behavior Scale obtained in the current study are shown in Table 2 . 
Analysis of the Data
The collected data were statistically analyzed using SPSS 21.0 for Windows. Also, prior to the analysis and assessment, the histograms of the scores were drawn and the One Sample Kolmogorow Smirnow test showed that the data was appropriate for normal distribution. During the analysis and assessment, the level of statistical significance was accepted as p < .05 and descriptive statistics, arithmetic mean, standard deviation, t-test and multiple regression analysis were used.
FINDINGS
In this part, firstly the level of job insecurity and organizational citizenship behaviors of middle school teachers working in public and private schools were determined, and examined as to whether or not these variables differed according to school type (public/private). Then, it was determined whether or not a relationship exists between perceived job insecurity and organizational citizenship behaviors of middle school teachers working in public and private schools.
The result of the t-test analysis on whether there was a meaningful difference between the perceptions of job insecurity and organizational citizenship behavior of teachers according to school type (public/private), and the total average values of job insecurity, organizational citizenship behavior, and the dimensions of these variables are shown in Table 3 . In private schools, the teachers' quantitative job insecurity average was 2.05, while the qualitative job insecurity average was 2.57 (S=.86). In addition, the general average of job insecurity was 2.34 (S=.71). On the other hand, in public schools, teachers' quantitative job insecurity average was 2.12 (S=1.02), while the average for qualitative job insecurity was 3.21 (S=.78). The general average of job insecurity was 2.72 (S=.68).
The average of teachers' benevolence behaviors in private schools was 4.24 (S=.72); the average of sportsmanship behavior was 4.09 (S=.88); the mean of conscientious behavior was 4.28 (S=.82); and the mean of civic virtue behavior was 4.02 (S=.80). In addition, the overall average score of teachers' organizational citizenship behavior in private schools was 4.17 (S=.64). On the other hand, in public schools, the average of teachers' benevolence behaviors was 3.99 (S=.60); the average of sportsmanship behavior was 3.98 (S=.76); the mean of conscientious behavior was 4.11 (S=.76); and the mean of civic virtue behavior was 3.73 (S=.69). In addition, the general average score of teachers' organizational citizenship behavior in public schools was 3.96 (S=.49).
As can be seen in Table 3 Table 4 shows the results of multiple regression analyzes conducted in order to determine whether or not teachers' perceptions of job insecurity predicted their tendency to exhibit organizational citizenship behaviors. Accordingly, the effect of job insecurity on quantitative job insecurity in public and private schools was found to be statistically insignificant. However, qualitative job insecurity showed a negative and significant effect on the OCB in public and private schools. Quantitative job insecurity shows a negative and significant impact only on the sportsmanship behavior in private and public schools among the dimensions of OCB. Qualitative job insecurity significantly affected the dimensions of OCB in public schools, in terms of benevolence, sportsmanship and civic virtue; while it negatively influenced all dimensions of OCB in private schools.
As can be seen in Table 4 , qualitative job insecurity in private schools was found to have a higher influence level on OCB than in public schools. For example, the β value indicating the degree of impact of qualitative job insecurity on OCB is -.18 (18%) in public schools and -.45 (45%) in private schools. This suggests that the increase in qualitative job insecurity in private schools has led to a higher drop in OCB. A similar situation could be seen between qualitative job insecurity and the dimensions of OCB. On the other hand, the relative importance of quantitative job insecurity on sportsmanship behavior had a higher impact in public schools. Quantitative job insecurity described 18% of sportsmanship behaviors in public schools and 11% in private schools.
DISCUSSION AND SUGGESTIONS
In the literature section of the study, basic information about job insecurity and organizational citizenship behavior is given. In the implementation part of the study, the perceptions of middle school teachers working in public and private schools according to the dimensions of job insecurity and OCB, and overall job insecurity and OCB were determined. In addition, the results were examined to understand whether or not the teachers' perceptions varied according to school type (public/private). Finally, it was revealed that the organizational citizenship behaviors that teachers exhibit differed according to the perceived job insecurity.
Long-term employment contracts can be made in private schools in order to lower the job insecurity level of teachers and to eliminate teachers' worries about their job. On the other hand, public schools should have a career planning process for teachers according to a certain system, and the promotion and reward systems should be well defined. Then it can be possible for teachers to see themselves as more permanently within their schools.
The results of the current study show teachers' level of organizational citizenship behavior at high levels within both public and private schools. However, it would be pertinent to investigate why middle school teachers in public schools have lower levels of organizational citizenship behaviors than teachers who work in private schools and some precautions should be taken in order to motivate teachers to exhibit organizational citizenship behaviors. The first thing that could be done is to identify and implement motivational factors (projects of at least one-year, preparation activities, appointments abroad, prizes, leadership skills of managers, professional training, courses and seminars, graduate and doctoral opportunities, etc.) that will direct teachers to exhibit organizational citizenship behaviors. In addition, appreciating teachers, supporting them in their professional development, building empathy, giving positive feedback, and ensuring that teachers feel valued themselves can also help them to increase their level of exhibiting organizational citizenship behaviors.
The relationship between teachers' job insecurity perceptions and school type was found to be statistically significant. Teachers' job insecurity perceptions are higher in public schools than in private schools. Teachers working in public middle schools adhere to Law Number 657 on Civil Servants and must be successful in passing the central examination of the Ministry of National Education and/or the Center for Measurement, Selection and Placement (Milli Eğitim Temel Kanunu, 1973) . All former contracted teachers in Turkey were transferred to permanent staff contracts in 2011. However, has since been changed, with contracted teaching practices reintroduced in 2016. At the point of the current study's research, there was no contracted teaching practices and all of the public school teachers who participated in the survey were employed as permanent teaching staff. In private institutions, teachers' contracts are by law limited to a minimum of at least one calendar year. Private school teachers are governed by Labor Law Number 4857 (Özel Öğretim Kurumları Kanunu, 2007) . Feather and Rauter (2004) found that teachers who worked with fixed-term work contracts experienced a stronger sense of job insecurity. This result is incompatible with the current study's findings. The reason for this is that the perception of job insecurity reflects the fear of losing one's job as well as the idea of not permanently seeing oneself worked at the current institution. In Turkey, teachers in public schools may want to leave the school where they work because of the school's location, the possibilities of the school, or the teacher's own preferences (e.g., peer status, health status). For example, a teacher working in Istanbul does not see himself as permanent in his school because his wife lives in Izmir and he therefore wants to go to Izmir. The sense of job insecurity means the idea of losing a job or not seeing oneself permanently in private schools but it can be thought differently in public schools. Teachers working in public schools do not lose work easily, even though they don't see themselves as permanent in their schools. In the risk community where risk, uncertainty, danger and anxieties are intensely present, teachers working in public schools may want to change schools more often than teachers working in private schools because of reasons such as not taking an active role in the decisions taken or immortality in student-related relationships. On the other hand, private school teachers' requesting to change schools may not be so easy due to the reasons such as few number of branches of the school they are working at.
The relationship between teachers' organizational citizenship behaviors and school type was found to be statistically significant. Teachers' perception of OCB was higher in private schools than in public schools. A similar result to the current study was seen in the work of Feather and Rauter (2004) . The current study has shown that teachers working with fixed-term employment contracts exhibit more organizational citizenship behaviors. This suggests that teachers spend extra effort and undertake additional tasks not usually defined as part of their work tasks. According to the results of a study by Celep et al. (2004) , which was similar to the current research, it was found that teachers in private schools exhibited more organizational citizenship behaviors than teachers in public schools. In private schools, teachers showed more OCB considering that renewing their contracts for the next year depends on how effectively they work. Because the school administrators generally want to work with teachers who exhibit OCB at school and therefore may prefer them over teachers who do not. Surveys have shown that organizations perform better in which employees exhibit OCB (Azmi, Desai, & Jayakrishnan, 2016) .
According to the regression analysis done in the current research, it was found that OCB in public and private schools was significantly and negatively influenced by qualitative job insecurity. This means that when teachers feel less qualitative job insecurity they exhibit greater OCB. Also, it has been revealed that those who consider they have the possibility to progress in their career show more OCB. Similar results obtained from a study by Reisel et al. (2010) found a decrease in exhibiting organizational citizenship behaviors when American managers perceived job insecurity. Another study that supported these studies was by McInroe (2013) , who found a negative relationship between job insecurity and organizational citizenship behavior. On the other hand, the results of research conducted by Lam, Liang, Ashford, and Lee (2015) in a public-sector electricity company showed a curvilinear relationship (U-shaped) between job insecurity and organizational citizenship behavior. When job insecurity increases from a low to a moderate level, employees respond to organizational negativities by reducing the level of organizational citizenship behavior they exhibit. However, when job insecurity reaches moderate to high levels, employees become more motivated and want to take back their lost control by exhibiting organizational citizenship behavior. The difference in the results of the current research could be considered as due to cultural differences between Turkey and other countries.
Furthermore, since the perception of job insecurity is a personal perception, it can be perceived differently by workers subjected to different conditions and motivational factors in different sectors. Qualitative job insecurity has been shown to have a negative effect on organizational citizenship behavior. The more the qualitative job insecurity perceptions of teachers are reduced, the greater their tendency to exhibit organizational citizenship behaviors. For educators, organizational citizenship behaviors gain importance in order to reach educational goals. Teachers' feelings of qualitative job insecurity may be based on the absence of opportunities for teachers to progress in their careers. For example, teachers may reach the level of assistant principal or director, but then both their workloads and responsibilities increase, although no significant increase seen in their wages. Therefore, such progression may not be preferred, and teachers see the possibility of progress in their profession as inadequate. Considering this aspect, it is expected that increased career steps (such as specialist teacher, senior teacher, etc.) and increases seen in the wages of teachers according to certain criteria (e.g., education, study period, achievements) would reduce teachers' perceptions of qualitative job insecurity and increase their tendency to exhibit organizational citizenship behavior.
This study was conducted on teachers working in private and public schools at the middle school level in Istanbul due to time and financial constraints. For future research, different level institutions (e.g., primary schools, high schools) could be considered. In the current study, the effect of job insecurity on OCB was investigated. In further studies, other variables could be introduced to assess their effect on OCB.
